Today, atypical employment, such as flexible forms of employment, has gained more important substantiality within work science researches. As a result of the economic crisis, the flexible employment form has appeared as an alternative solution, as it has cost reducing effects. The authors examined how the different companies -operating in the Hungarian capital-react to the economic crisis. Do they prefer the flexible employment forms as a possible and effective way of employment? In 2013 and 2015, the researchers also carried out a survey that tested the results of the current study and some results of the quantitative survey of the organizations were presented in Budapest. Based on the analysis in 2015, the organizations were more optimistic, and this is one manifestation of the willingness to expand employment as showed. The authors' aim with this study is to supply relevant answers regarding the new prospective methods of flexible employment.
INTRODUCTION
The ever-changing economy, the technological development and the economy crisis in 2008 paved the way for atypical employment. The combined force of two major factors initiated development: knowledge economy and information technology. Companies realized that rapid provision of workforce both in face of time and geographical extension is a must for their survival. Atypical employment means the management of a multiplicity of employment forms and work orders. This is an employment form required by the dynamics of economy. Mostly the companies which gave up traditional ways of employment and evoked new, more flexible ones remained competitive.
Atypical employment is a consequence of the need and also the means of the companies' ability to react to economic challenges and to achieve remarkable cost reductions. There are different primal forms of atypical employment depending on time and location. These differences can be explained by specific labour market traditions, established work structures and institutional measures affecting labour markets.
The forms of atypical employment are determined by the traditional employment rules and employment systems of the given countries. There are fundamental differences among Anglo-Saxon countries, the Central-East countries and Japan. These differences are influenced by tradition, economic circumstances, the state of development in the given country and the differences in their history and institutions. (Ogura, 2005) What do we mean by atypical employment? Literature refers to these as employment methods differing from traditional ones and referred to as alternative ways of employment or provisional employment. The common platform of different definitions is that they all mention unorthodox ways of employment. (Szabó & Négyesi, 2004) Modern Human Resources Management could be found in traces only during the socialist regime in Central-Eastern European countries. In this region, 'scientific people management' prevailed. Preceding the transition of the political environment, HR activities were controlled by the state in these countries, (Lipták, 2011) . This meant that personnel issues were closely supervised by the state and the Communist Party. Besides, there were significant alterations among countries regarding HR management. Tung and Harlovic (1996) spotlighted that police had lesser influence in Poland in comparison to Czechoslovakia. In Hungary, by the 80's, a new view became dominant: economic reforms, organisational environment and HR were to be reformed in parallel. Before this movement personnel management was supervised centrally.
Political transition challenged HR departments by the mass dismissal of workers. Central-Eastern European dismissal practices were remarkably more human compared to those in Western Europe. Lewis (2004) , in his book on the role of Western European countries, stated that multinational companies had a great impact on the labour market of socialist countries.
Multinational companies took advantage of their edge of resources against the relatively weak local institutions that were only in a hatching state. (Poór, Farkas, & Engle, 2012) 'Atypical employment' is a term that appeared and spread in Europe in the 80's. Originally 'atypical job' was used. The International Labour Organisation (ILO) held a series of seminars with the aim of mapping of atypical employment forms and the social background of labourers employed in it. (Laky, 2001) An advantage of human capital specific employment is that training low educated labour to a given work process, resulted in only small cost for companies. Furthermore, practicing the process and working in teams increased efficiency significantly. Although, human capital specific employment caused rigidity, intra firm HR policies were developed. In order to avoid cost increases, employers tended to employ workers long term. This was beneficial for both parties.
From the 80's onwards, the dominance of information technology supplanted traditional industrial technologies causing goods market turn upside down, and sharpening global competitionsee Figure 1 . The application of information technology altered employment policies and a new employment form appeared -see Figure 2 . (Szabó & Négyesi, 2004) The category of "atypical" continuously broadened, though in the initial period only part time, individual and fixed-term employment forms were included in this category in the European Union (Broughton, Biletta, & Kullander, 2010) . Hungarian HR professionals also highlight only a few forms of atypical employment. These are part time employment, flexitime, job sharing and teleworking. (Bokor, Szőts-Kováts, Csillag, Bécsi, & Szilas, 2007) . Technical knowledge, technological development and the decline in the importance of agriculture generated unemployment. The ever One of the aspects divides atypical employment into two groups: the one that is created by employers for flexibility, and the other one is introduced by governments in order to emancipate disadvantaged groups of workforces on the labour market, (Elbaum, 1988) . Another possible way of classification is by special ways of employment: unorthodox distribution and number of working hours -part time, odd job -or special legal status and special way of working -home office, workforce rent, (Stavrou, 2005) .
Hereafter are the definitions of the different ways of employment:  Part time job: working days are shorter than 8 hours, part time workers enjoy the same rights as full timers do, (Laky, 2001 ).  Tele work: work if performed in a location away from the employer's premises. Results of the work are sent to the employer by the means of IT and communication (Jacksona & van der Wielen, 1998) .
Laky (2001) refers to 'outworking' as a legal form of employment outside labour relationship. Confusion between the interpretation of outworking and that of self-employment is common.  Self-employment: this is a tricky concept to give definition for, since there is not a commonly accepted one. In case of selfemployment, reimbursement is largely dependent on the results of the task.  Fix-term labour contract has become internationally wide spread. A fixed-term employee is someone who is employed under a contract which contains a specific start and end date, or who is employed to carry out a specific task or project, or the continuity of whose contract is contingent on a particular event such as the availability of continued funding from an external source.  Outsourcing: the term of outsourcing is derived from the Anglo-Saxon language area. These terms were used "Outside Resource Using" referred to the available resources outside the company.  Temporary employment: according to Laky (2001) spotlights seasonal work within the category of temporary employment referring to its seasonal pattern. The duration of seasonal work may depend on natural circumstances.
METHODOLOGY
The research took place in 2013 and 2015. The first research was made as mutual project with the participation of Szent István University (Gödöllő, Hungary) and Selye János University (Komarno, Slovakia), (Strážovská, Strážovská, Szabó, Szabó, & Vinogradov, 2014) . The second survey was conducted by the Chamber of Békés County, the Chamber of Budapest, and the management and human resource research centre of Szent István University. In both cases the aim was to identify tools, methods used by the different firms at the time of the crisis and to describe the best practices regarding business-models and employment.
The researches focused on the atypical employment tools as valid answers within the structure to reduce the negative effects of the crisis.
The sample collecting method was the referral (snowball) sampling. This is a non-probability sampling technique where existing study subjects recruit future subjects from among their acquaintances. Thus, the sample group is said to grow like a rolling snowball. As the sample builds up, enough data are gathered to be useful for research, (Schleicher, 2007) . The research in 2015 focused on firms operating in the Hungarian capital (Budapest), collecting 83 companies, and the previous research had also contained 87 organisations from the capital, so the researchers could compare the differences between the samples. Regarding the analysing method, experts used one, and multivariable processes, so they As we have seen, the number of the employees in 2013, one third of the sample, has more than thousand employees, but in 2015 it became less, only one fifth of it had more than thousands employees. This number is also related to the existence of HR department, as in 2013 when 75.9% of the researched firms had HR department, and in 2015 this rate was 70.7%.
The second part of the research focused on the effect of the global crisis. We had the same questions in the two different years (What elements occur recovering from the crisis, the growth impact for your company in the field of employment?), but there were different aspects in the evaluation with 5-grade Likert scale, so this would be superficial for the two-year comparison.
In 2013, the following items were evaluated by the firms, where number 1 meant not typical, 5 meant highly typical. The chart below summarizes the average and the dispersion of the given values.
It can be seen from the Table 2 , that the reducing of the number of employees and dismantling the contract workers as tools were typical, so the employers focused on the reduction numbers of the employees and less on the wages.
In 2015, employers had to answer whether the concrete phenomenon was typical in a 5 grade Likert scale within their company. The Table 3 shows the answers from 2015. The results confirmed that the companies did not plan essential changes, while it was planned to increase the number of employees and also to increase wages. Thus, the firms were a bit more optimistic in 2015, compared to 2013, in the special field of the employment growth.
The following questions focused on the different actions that the companies planned to use to ensure the recovery from crisis. The variables were the same in the two researches, thus it was effective to compare the dates. The summarized values can be seen in the Table 4 .
Based on the responses it can be stated that different firms increased their engagement related to stop reducing the number of employees and to develop their technical and organizational efficiency. Contrary to this, the willingness for outsourcing, using atypical employment tools and the employment of cheap workforce were reduced. This may mean that an increasing need is appearing for the changes of internal employment structure and policy. The experts examined which variables showed significant difference for the two years. As the variables were not normally distributed, nonparametric analysis was conducted by the authors - Table 5 .
The nonparametric test has shown that high differences can be seen regarding the outsourcing and the employment of cheaper employees. Naturally, we have to take into consideration that the two samples were different related the two years, but as the results showed, firms are more optimistic regarding developing their employment policy and in increasing the number of their employees.
At the end, the authors wanted to have information about the samples attitude's regarding the atypical employment. The respondents had to answer different questions supported by a Likert scale. The Table 6 . summarizes the results for the two years. The authors also examined if there were the cases of significant differences during the two-year's period. Since the variables were not normally distributed non-parametric method was applied in the difference study - Table 7 . Based on the non-parametric analyses and the twoyear-study, the results showed that leaders were less inclined towards atypical forms of work in relation to conventional working models and they typically have declared a higher average.
SUMMARY
The study was made as a comparative research from 2013 and 2015, examining the institutional reactions on the crisis regarding different HR tools and the possibilities of atypical employment. All the firms operated in the capital of Budapest, therefore the results of the research should be considered as limited sample. The studies have shown that companies were more optimistic in 2015, both have seen their potential investment in the field of technical development as well as in the field of employment, but they preferred the traditional tools and methods regarding the employment.
